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Abstract 
This paper reviews Learning Transfer System Inventory Model (LTSI) and a goal-setting theory in order to understand the work 
environment, the motivation to training transfer and the process of training transfer. The independent variable included in this 
preliminary study is working environment and it consists of three dimensions which are supports, resistance or openness to 
change and personal outcome. A quantitative survey used to gather data on trainees perception on the three dimensions of work 
environment and its relationship with training transfer. The study also aims to assess the model on how motivation may 
moderates the relationship between these two variables.  Preliminary survey was carried out with 32 participants at two 
government agencies, and involves those who work at middle and low level management. Factor Analysis was conducted in this 
study in order to summarize the essential information contained in the variables. The findings of the pilot study found that rather 
than three, there were only two dimensions that are, support and openness to change deemed fixed to the proposed variable. 
Resistance to change and personal outcomes were removed under this variable as suggested by factor analysis results due to the 
low value of communalities scores. In addition, the other two variables, motivation and training transfer remained as moderating 
and dependent variables. The findings of this study presented a re-conceptualised framework on the relationship between work 
environment and the training transfer and how the trainees’ motivations moderate this relationship. This paper ends with 
recommendation on how the framework can be used in understanding the important factors that help to increase the level of 
training transfer in the workplace. 
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1. Introduction 
Rapid change in technologies, dynamic global environment and competition and the effects of globalization 
encouraged organization leaders to implement training to improve the performance of employees and the profit of 
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organization (Asyres, 2005). Professional education was conducted for the purpose of enabling employees to acquire 
new knowledge, skills and behavior that will be used in their daily tasks (Asyres, 2005). A study by Scott (2010) 
indicates that leaders are aggressively looking for effectiveness of the training that they have provided to the 
employees and they also demand to know the outcome of the investment that they should get from the training in 
terms of employees’ performances and organization’s profit. Unfortunately, Patterson (2009) found more than 80 
percent of the training outcomes in terms of knowledge, skills and abilities gained in training programs are not 
applied back into the real workplace.  Holton and Baldwin (2003), Cheng and Ho (2001), and Baldwin and Ford 
(1988) demonstrate that training transfer as complex or difficult to be implemented due to the multiple factors 
involved and affected by a system of influences, such as motivation, ability to learn, training design, work 
environment and others.  Hence, this study attempted to analyze the relationship between the work environment 
variables that influence individual’s motivation to transfer their knowledge and skills gained from training back to 
the job.  The model use in this study was originated from LTSI which had been developed by Holton, Bates and 
Ruona (2000). This model was developed based on the Holton’s Transfer Model 1998 and it contains 16 factors and 
was categorized into four groups (Handy, 2008).  The remainder of this article is organized into several major 
sections. First, it begins with a brief review of the relevant literatures. Then those variables and dimensions that are 
related to training transfer are identified to provide the basis for integration of the constructs into a comprehensive 
framework. Preliminary results from a pilot study are presented as an initial validation of the conceptualization. 
2. Objectives 
The purpose of this study is to present a framework of training transfer that was developed based on LTSI. The 
study wants to find out either each variable initially used to develop the framework is reliable and valid to explain 
their impact to training transfer. The investigation of these individual variables is relevant because it will increase 
the understanding of their importance in the training transfer process. If they have an important impact in training 
transfer, we should take them into account when designing new training programs. The validation of LTSI shall 
provide researcher and practitioners with a tool that can improve training evaluation practice and advance 
knowledge about the influence of work environment and motivation towards training transfer. 
3. Literature review 
3.1. Learning Transfer System Inventory (LTSI)  
Learning Transfer System Inventory (LTSI) Model had been developed by Holton et al. (2000). This model was 
developed based on the Holton’s Transfer Model 1998 and it contains 16 factors and was categorized into four 
groups. The factors included in this model are performance self-efficacy, learner readiness, motivation to transfer, 
transfer effort, performance, outcomes, feedback, peer support, supervisor support, openness to change, supervisor 
sanctions, positive personal outcomes, negative personal outcomes, content validity, transfer design, personal 
capacity for transfer and opportunity to use. Secondary influences, motivation, work environment and ability are the 
four categories in this model (Holton et al., 2000).  This model can be used as a diagnostic instrument to find out the 
factors that influence the training transfer processes because it displays the complete transfer system including the 
elements in the person, training, and organization. Moreover, this model illustrates or proposes the primary 
outcomes of training intervention (Holton et al., 2000).   
3.2. Work environment 
Trainees should be able to apply the knowledge, skills and abilities gained in training to the real work place 
(Abozed, Melaine & Saci, 2009). In order to encourage the trainees to transfer the training outcomes, the manager 
must not only create the suitable environment but also responsible to ensure that the work environment is consistent 
and appropriate to the new skills and knowledge that the trainees gained to be applied to the real work place 
(LeClaire, Kazennov, Chevalier, Templeton & Anndersson, 2007). Based on LTSI conceptual model, there are 
seven elements of work environment factors (Holton et al., 2000). The factors are feedback, peer support, supervisor 
support, resistance or openness to change, personal outcome and supervisor sanctions (Holton et. al., 2000). For the 
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purpose of this study, several work environment variables are highlighted. There are supports, resistance or 
openness to change and personal outcome. 
 
x Support  
Support can be referred as the extent to which managers and peers support and reinforce the use of learning on- 
the-job (Holton et al., 2000). According to Hutchins (2009), supervisor support and peer support in influencing 
training transfer are widely supported in empirical studies. Based on past literature, if the managers or supervisors 
reinforce the trainees to apply the training outcomes, it can be referred as supervisors support (LeClaire et al., 2007).  
Most of the literature review identified that supervisor’s support had clearly became a critical and major factor that 
influenced training transfer (Scott, 2010; Leclaire et al., 2007). It is because, training transfer can be implemented 
successfully by building up the connections between the supervisors and employees unit, identifying the goals of 
each unit and identifying the specific knowledge and skills that required by both of these units (Scott, 2010).  
 
x Resistance or openness to change  
Resistance or openness to change can be described as the extent to which prevailing group norms are perceived 
by individuals to resists or discourage the use of skills and knowledge acquire in a training program (Holton, et. al, 
2000). In transferring the training outcomes, the resistance or openness to change occurs based on the attitude of the 
trainees themselves whether they are resistance to change or openness to change (LeClaire et al., 2007).  
 
x Personal outcome  
The degree to which applying training on the job leads to outcome either positive or negative to the individuals is 
a definition of personal outcomes (Holton et. al., 2000). Personal outcomes can be divided into two types; positive 
and negative (LeClaire et al., 2007). According to LeClaire et al.  (2007) the trainees that applied the training 
outcomes to gain advantage such as rewards in terms of giving promotions can be considered as a positive personal 
outcome. Contrariwise, the trainees that assume applying training outcomes as a penalty, peer resentment or too 
much new works need to be done are considered as a negative personal outcome (LeClaire et al., 2007).  
3.3. Training transfer 
Any trainee’s ability to apply what he or she has learned in different context and his or her ability to recognize 
and extend its use in new situation can be defined as training transfer (Hansen, 2001). The process of transfer occurs 
when the trainees are motivated to apply their learning without being forced (Holton et al., 2000). In addition, it also 
can be described as the degree to which trainee regularly applied their training outcomes in terms of knowledge, 
skills, behavior and attitudes learned or gained in training that they have participated (Velada & Caetano, 2007). 
Although there are many definitions of training transfer, it was generally agreed and always being used by others 
researchers as the degree to which the outcomes gained from training in term of knowledge, skill and abilities are 
effectively applied to the job and maintain over time after the training session (Baldwin & Ford, 1988).  
3.4. Motivation to transfer  
Motivation can be referred as employee’s enthusiasm to apply new ability, skills, knowledge and experiences 
(ASKE) to their daily tasks (Yanghi, 2006). Based on the literature review of training transfer, motivation theories 
might influence the behavior of the employees in performing their responsibilities at work place (Holton et al., 
2000). In the context of this study, goal-setting theory will be used as a dimension of motivation that moderate the 
relationship between work environment and training transfer. Goal-setting theory is about the motivation to achieve 
a specified outline goal (Scott, 2010). Commitment among the trainees is essential for them to succeed and if the 
trainees are lack of commitment, it will affect the levels of motivation to perform the task in order to achieve the 
targeted goals Scott, 2010). Based on the literature, there are two factor models of goal orientation; it includes a 
learning goal orientation and a performance goal orientation.  
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3.5. Conceptual framework 
In the context of this study, the conceptual framework used was adapted from previous study or research. For an 
independent variable and dependent variable, it was adapted from LTSI Model developed by Holton et al. (2000). 
For moderating variable, it was adapted from a model developed by Vacarro (2009). There are three dimensions 
used in measuring the effectiveness of work environment that influenced the training transfer. There are supports, 
resistance or openness to change and personal outcome. While, the dependent variable was training transfer and 
positive training transfer is the dimension used in this study to measure the training transfer. The moderating 
variable included in this conceptual framework was motivation to transfer and goal-setting theory was a dimension 
used under motivation to learn that moderated the work environment to training transfer. 
 
 
 
 
 
 
 
 
 
 
 
 
 
Fig. 1. Conceptual Framework on Work Environment and Training 
Transfer: The Moderating Effects of Motivation. 
Fig. 2. Re-conceptualise Framework on Work Environment and 
Training Transfer: The Moderating Effects of Motivation.
4. Method 
4.1. Participants and materials 
Thirty two participants consist of middle level employees and lower level employees in selected two government 
agencies were identified to participate in the preliminary study.    
The instrument for this study was a questionnaire and was adapted from few researchers.  Items for both Work 
Environment and Training Transfer variables (specifically LTSI) were adapted from Holton et al. (2000) and Xiao 
(1996).  As for motivation (specifically Goal setting Theory), the items were adapted from Vaccaro (2009) and 
Baharim (2008).  Participants were asked to judge the given statements on a 5-point Likert scale (1 = strongly 
disagree to 5 = strongly agree).  Participants were additionally asked to provide information on gender, age, 
educational level and years of service in present agency.  Hence, only several items from the original questionnaires 
were adapted to ensure that the instrument suits this study that made up to 32 items altogether. 
4.2. Procedure 
This is a cross-sectional study.  It is because the process of data collection was done one-time only, which is over 
a period of days, weeks or months (Bougie & Sekaran, 2009).  In the context of this research, the researcher took 
only seven days or one week to complete the data collection processes.  The surveys were self-distributed to the 
participants and self-collected by the researchers. 
5. Results and discussion 
This paper presents preliminary findings from this study.  The findings covered the validity and reliability of the 
instrument.  For the validity, the researchers conduct the Principal Component Factor Analysis with varimax 
rotation in order to summarize the essential information contained in the variables.  Usually, this analysis will be 
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used as an exploratory technique when the researcher wishes to summarize the structure of a set of variables 
(Coakes & Ong, 2011).  Before the dataset was factor analysed, the data was inspected for outliers, values out of 
range, missing values, and normality.  There were no significant deviations from normality found.  Measure of 
Sampling Adequacy (MSA), Kaiser-Meyer-Olkin Measure of Sampling Adequacy (KMO), and Bartlett’s test of 
Sphericity were used to examine the factorability of the dataset.  As for the reliability of the instrument, the 
researchers focused on Cronbach’s alpha that is a measure of internal consistency.  It does mean how closely related 
a set of items are as a group and is considered to be a measure of scale reliability.  Three-factor analyses were 
conducted separately based on the variables involved in this study.  There were work environment, motivation and 
training transfer.  Table below shows the details of KMO and Bartlett's Test, communalities extraction scores and 
rotated components matrix scores for all variables items respectively before several items were deleted. 
 
   Table 1. KMO and Bartlett's Test Results 
 Work Environment Motivation Training 
Transfer 
Kaiser-Mayer-Olkin Measure of 
Sampling Adequacy (KMO) 
.713 .665 .691 
Measure of Sampling Adequacy (MSA) .511 - .819 .601 - .797 .513 - .799 
Barlett’s Test of 
Sphericity 
Approx. Chi-
Square 
711.592 174.292 206.665 
Df 120 21 6 
Sig. .000 .000 .000 
 
The results showed no violation of Bartlett’s test of Sphericity for work environment items (χ2 = 711.592, p < 
.05), the MSA value is in the range of .511 to .819, and that the overall Kaiser’s Measure of Sampling Adequacy 
(MSA) was 0.713 which meant the data were appropriate for factor analysis.  Motivation items were suitable to be 
factor analyzed because the MSA and KMO values for motivation items are .601 to .797 and .665 respectively.  In 
addition, the Bartlett’s Test of Sphericity value is 174.292 and significant was in a value of (r = .000, p < .05).  
Therefore, factorability for motivation items was assumed.  Moreover, training transfer items were suitable to be 
factor analyzed because the MSA and KMO values are .513 to .799 and .691 respectively.  In addition, the Bartlett’s 
Test of Sphericity value is 206.665 and significant was in a value of (r = .000, p < .05).  Therefore, factorability for 
training transfer items was assumed. 
After the data screening for work environment and a confirmation test, four items were identified to be deleted 
due to the low values of communalities extraction scores and loading scores, which was lower than .50.  There were 
two items for support were identified to be deleted; “my supervisor meets me to discuss ways to apply my training 
on the job” and “my supervisor sets goals for me that encourage me to apply my training on the job and for my job 
performance”.  For resistance or openness to change, there were also two items identified to be deleted; “people  in  
my  group  generally  prefer  to  use  new  skills  or methods, rather than apply existing methods” and “people in my 
group are able to try new ways of doing things while for personal outcomes surprisingly all items were identified to 
be deleted.  After the items were deleted, the factor analysis results show the KMO value is .663 and this indicated 
that the items were related to each other.  For Bartlett’s Test of Sphericity (χ2 = 386.513, p < .05) shown the 
significant of correlation matrix and all MSA values were in a range of .555 to .748, appropriateness for factor 
analysis to be done.  The results of factor analysis also revealed that there were three scales fixed and suitable with 
these two factors.  Scale for support remained constant, which were peer support and supervisory support.  Scale for 
resistance or openness to change was reconstructed by the researcher as suggested by factor analysis’s findings.  
After factor analysis was conducted, openness to change was identified more fixed to this study.  Therefore, 
resistance to change was deleted.  In addition, personal outcomes factor also was removed under this variable as 
suggested by factor analysis results due to the low value of communalities scores. 
Two items were identified to be deleted once the data screening and a confirmation test took place for motivation 
due to the low values of communalities extraction scores and loading scores, which was lower than .50.  The items 
were “I try to figure out what it takes to prove my ability to my co-workers at work” and “Using  the  new  
knowledge,  skills  and  ability  help  me   improve my work”.  After suggested items were deleted, the factor 
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analysis results show the KMO value for the motivation factor was .529 and this indicated that the items were 
related to each other.  For Bartlett’s Test of Sphericity (χ2 =105.667, p < .05) shown the significant of correlation 
matrix and all MSA value were in a range of .511 to .548 appropriateness for factor analysis to be done.  The results 
of factor analysis revealed that there were two scales under this factor were fixed and suitable under motivation 
variable as suggested originally by the researcher.  Therefore, the total variance in the data with loading range for 
both Performance Goal Orientation and Learning Goal Orientation were in a range of .841 to .845 and .805 and .870 
respectively. 
As for training transfer items, none of the items were suggested to be deleted after the data screening and 
confirmation test.  Furthermore, Cronbach’s alpha for support was .62, openness to change was .77, motivation was 
.76 and finally training transfer was .75.  All values indicate an acceptable level of internal consistency for the scale. 
 
6. Conclusion 
 
In conclusion, a conceptual framework was reconstructed as suggested by the findings of factor analysis.  Figure 
2 above shows the re-conceptualise framework on Work Environment and Training Transfer: The Moderating 
Effects of Motivation.  Work environment is the independent variable of this study consisting of support and 
openness to change as the dimensions.  Training transfer remains as a dependent variable entailing the positive 
training transfer as the dimension.  As for motivation variable, goal setting theory is the dimension. 
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